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The objective of the study was to examine the relationships between 
work-family interfase, job satisfaction and job performance in an Argen-
tinian workers sample. A cross-sectional empirical study, based on expli-
cative-associative strategy was designed. An availability sample of 383 
workers (195 male) from different kinds of organizations was conformed. 
Based on past evidence, it was hypothesized the mediator role of job 
satisfaction. Structural equation analysis showed that the indirect effects 
of work-family interfase dimensions (conflict and enrichment) on job per-
formance through job satisfaction were statically significant, which indi-
cated partial mediation. All variables explained 72% of job performance 
variance. The study provides new evidence regarding the interrelations 
between job-family articulation and individual job performance, illu-
minating the crucial role played by satisfaction. Empirical findings and 
practical implications of the study are discussed. 
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1. Introduction
Job performance (JP) is one of the constructs that has received most of the attention of the organizational behavior scholars. Possibly, its popularity is because 
competitiveness and productivity of the organizations 
are intimately linked to the individual performance of its 
members [1]. In this sense, experts [2] note that an effective 
management of performance benefits both employees 
and organizations. For employees, it results in positive 
self-esteem, sense of achievement and self-efficiency. For 
organizations, it involved a workforce more motivated 
and committed to the mission. In short, job performance 
is a key to ensure the effectiveness and success of an or-
ganization. Thence the permanent interest of researchers 
and professionals to unravel the factors and mechanisms 
through which it is possible to influence the performance 
of their employees.
Regarding conceptualization of the construct, even 
though the pioneering contributions of Murphy [3] in 
relation to the accuracy of the scope of the term are 
recognized, currently, there is a renovated interest in 
establishing the nature of the concept and differentiate it 
from other similar constructs, such as productivity and 
efficiency [1]. In relation to the nature of the performance, 
the current tendency conceives it as a multidimensional 
construct, and it is defined as “those behaviors which are 
relevant for organizational goals and are under the indi-
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vidual’s control [4]. It must be said that, for specific lit-
erature [1, 2, 4], the performance is related to the behaviors 
task-oriented (and to the ones which exceed the demands 
of the role, or behaviors extra-role); while productivi-
ty and efficiency are considered to be consequences of 
those behaviors.
In the background of JP, there are many variables re-
lated to the work environment, such as organizational 
support, reward system and justice perceptions, and dis-
positional variables (for example: motivation, emotional 
intelligence, self-efficiency, achievement necessity, etc.) 
have been identified [5]. However, besides these traditional 
variables, the tendency in force [7] consists in analyzing 
the predictive potential of other factors, as well as the me-
diator or moderator mechanisms, which may have influ-
ence on the individual performance.
1.1 Job-family Articulation and Job Performance
Facing the increasing number of single-parent families 
and couples in which both members work outside their 
home, the analysis of the job-family interface has become 
a subject of central interest in modern societies. The 
analysis of literature shows that the negative and positive 
perspective of the job-family articulation has had an in-
dependent development. However, reality indicates that 
individuals experience both phenomena at the same time; 
that is why it is convenient to explore both phenomena 
simultaneously [8].  
The negative perspective of the job-family articulation 
[9] refers to the conflict among roles in which the demands 
generated in a domain are incompatible with the ones of 
the other domain. Therefore, complying with the demands 
of one of them makes it difficult the completion in the oth-
er. Following with this definition, the job-family conflict 
may be delimited according to the orientation in which 
it is generated. That is to say, if it starts in the family and 
goes towards job (family-work conflict, FWC) or if it goes 
from job towards the family (work-family conflict, WFC). 
The results concerning the impact of the WFC on gen-
eral job performance have not been conclusive. In that 
regard, evidence [10] shows that the correlation tends to 
be small, specifying that when the FWC correlates sig-
nificantly and negatively with job performance, the WFC 
does not present significant associations. In the same way, 
recent studies [11] show that friends support softens the 
negative effects of the FWC on the performance, and that 
co-workers support debilitates the correlation between the 
WFC and job performance.
Regarding the dimensions of job performance, it has 
been informed [10] that the WFC has a higher influence 
on the behaviors of organizational citizenship than on 
the general job performance. In this way, the employees 
who experience some kind of conflict may execute the 
habitual tasks in the same way, but they may opt to reduce 
the discretionary behaviors in benefit of the organization. 
Concurrently, it has been noted [13] that the WFC negative-
ly predicts both the performance in the context and in the 
task, as long as the FWC is also negatively correlated to 
the last one.  
Regarding the positive perspective of the articulation, 
named as job-family enrichment (WFE) [14] means that 
combining the job and family roles produces positive ef-
fects, which radiate to every domain of life. In this sense, 
resources gained at work contribute to improve the quality 
of family life. The same happens the other way around: 
resources gained in the family improve job performance. 
Greenhaus and Powell [14] defined resources as assets that 
may be available when it is necessary to solve a problem 
(skills, physical and psychological abilities, social capi-
tal).
In relation to its consequences, it has been noted [15, 
16, 17] that the WFE predicts a higher level of satisfaction, 
lower resignation intentions and a higher organizational 
commitment. However, evidence shows that its impact on 
the performance is not direct but mediated by other factors 
[18]. Among these, job satisfaction stands out as a possible 
mediator capable of explaining the influence of the WFE 
on organizationally valuable results.
1.2 The Mediator Role of Job Satisfaction
Since its emergence in the academic world, job satis-
faction has been the object of diverse conceptualizations. 
These include from its consideration as a positive feeling, 
to its definition in terms of favorability (or unfavorability) 
with which employees evaluate their job [20]. During the 
last years, the alternative of conceiving it as a group of 
affective and cognitive response to the working situation, 
with important implications in the behavior of employees 
and in the organizational results, has gained strength [21]. 
In this sense, the satisfied employees tend to experience 
more happiness and well-being; while organizations may 
be rewarded by an increase in productivity, higher com-
mitment and lower resignation intentions by its members 
[20, 21]. 
Some evidence shows that satisfaction is significantly 
related to the articulation between job and family. In this 
respect, it has been found that, while the WFC predicts 
satisfaction negatively, the WFE is related to a positive 
attitude towards job [8, 16, 20, 22]. In accordance with such 
empirical evidence, the conceptual framework provided 
by the broaden-and-build model of emotions [23] allows 
to understand the possible mediator role of satisfac-
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tion. According to this theoretical perspective, positive 
emotional states increase the psychological resources 
and amplify the possibilities of attention, cognition and 
action, being it an ascending spiral of positive emotion-
ality. International literature [20, 21] agrees on emphasizing 
that satisfaction is intrinsically associated with a pleas-
ant emotional state and, as such, with a positive moti-
vational factor with a significant effect on the behavior. 
Therefore, while the satisfaction resulting from the 
perceptions of the WFC may influence positively on the 
performance, dissatisfaction associated with the WFC 
may be detrimental for it. 
The present study is oriented to covering an empir-
ical gap, examining the interrelationships between the 
job-family articulation, job satisfaction and job perfor-
mance. In this sense, based on the background described, 
it was hypothesized an explanatory model of job perfor-
mance in which the job-family articulation, in its positive 
and negative dimensions, take the role of independent 
roles while job satisfaction performs the role of mediating 
variable.
2. Method
2.1 Design
The present research belongs to an empirical, quantitative 
and cross-sectional study with an associative-explanatory 
strategy [24], since its purpose was to explore the functional 
relationship existing among variables. 
2.2 Participants
Following the recommendations of Lloret-Segura, Ferre-
res, Hernández and Tomás [25] of counting on at least 200 
cases in order to guarantee the verification of the conjec-
tures of the structural equations analysis, the empirical 
verification was conducted through a convenience sam-
pling (non-probability) of 383 workers. This sample was 
formed of 195 men and 188 women, all of them workers 
in the city of Rosario and area of influence in diverse ac-
tivity trades, such as commerce, service, industry, health 
and education. The highest percentage of participants 
was between 21-30 years old (37.9%) and 31-40 years 
old (28.7%). Lower age percentages were between 18-20 
years old (13.6%), and between 41 y 50 years old (11.7%); 
while the age range of the older than 50 years old (8.1%) 
was the least represented.
2.3 Instruments
2.3.1 Personal variables 
Each employee was asked to provide information regard-
ing his/her gender, age and sector of the company.
2.3.2 Job satisfaction 
The Generic Job Satisfaction Scale developed by Mac 
Donald and Mac Intyre [26], adapted by Salessi and Omar 
[27], was used. The instrument formed of 7 items (for ex-
ample: “I can make use of all my abilities and skills in 
my job”), provides a global estimation of the degree of 
job satisfaction. Each indicator is evaluated according to 
a Likert scale with 5 options of answers (1 = “totally dis-
agree”; 5 = “totally agree”). The higher the score is, the 
higher job satisfaction is.
2.3.3 Job performance
The Argentine validation [28] of the Individual Job Per-
formance Scale of Koopmans et al. was used [4]. The 
instrument is formed of 13 items distributed as follows: 
task performance (for example: “I performed challeng-
ing tasks at work when I had the opportunity to do so”), 
contextual performance (for example: “I actively partici-
pated in meetings at work”) and counterproductive work 
behaviors (for example: “I complained about unimport-
ant matters at work”); just as the global JP. Each indica-
tor is valued on a Likert scale of 5 points (going from 1= 
“never” to 5= “always”), where the higher the score is, 
the higher the JP is.
2.3.4 Job-family articulation 
This was explored by means of the Argentine adaptation 
[22] of the Survey Work-Home Interaction (SWING) [29], 
formed of eight items with Likert format of 5 points (going 
from 1= “never” to 5= “always”). This scale explores the 
work-family enrichment through four items (for exam-
ple: “I am more self-confident at work because my life at 
home is well-organized”), and the work-family conflict 
through four items (for example: “It is difficult for me to 
concentrate at work because I am worried about house-
hold issues”).
2.4 VEthical Considerations
The participation in this research project was voluntary 
and all the participants signed an informed consent proto-
col. Anonymity and confidentiality of the information pro-
vided were guaranteed. Throughout the entire process, all 
ethical precautions related to research with human beings 
established by the American Psychology Association and 
the recommendations of CONICET (National Scientific 
and Technical Research Council) for research in the social 
and human sciences were taken into consideration.
DOI: https://doi.org/10.30564/jpr.v1i2.624
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2.5 Strategy of Analysis
The matrix of data was examined in order to detect miss-
ing values, outliers as well as parametric assumptions. 
The suitability of the data for factor analysis was tested 
with the Kaiser-Meyer-Olkin (KMO) measure of sampling 
adequacy and Bartlett’s test of sphericity. The factors 
were extracted by means of Unweighted Least Squares 
analyses based on the polychoric correlation matrix and 
with help of the scree plot [25]. Descriptive indexes (mean 
and standard deviation) and distribution measures (skew-
ness, kurtosis and the Kolmogorov-Smirnov test) of the 
variables of the study were used to assess normality of 
the data. Following, the joint probability distribution of 
the variables was analyzed through the calculation of the 
coefficient of multivariate standardized kurtosis [30] and a 
confirmatory factor analysis (CFA) was conducted in or-
der to determine the adjustment of the measurement mod-
el used. Reliability was examined from Cronbach’s alpha 
coefficient and the index of composite reliability (CR). 
The convergent validity was determined by means of the 
average variance extracted (AVE). Discriminant validity 
was analyzed based on the square root of the AVE [31]. The 
presence of potential biases due to the common method 
was evaluated from Harman’s single factor test [32].
The empirical verification was made from its modeling 
with structural equations. In this case, it was chosen to 
generate composite scores of the latent variables, bearing 
in mind the large quantity of observable variables and 
measurement error that they entail. This procedure was 
conducted through the imputation of the factor weight cor-
responding to each indicator creating a weighted average. 
In the structure model, the WFE and the WFC functioned 
as independent variables. In order to perform estimations, 
the maximum likelihood method was used with the robust 
corrections of Satorra-Bentler (S-B), recommended when 
data comes from Likert scales [30]. The goodness of fit was 
analyzed from the follows indexes: (a) the ratio among the 
corrected chi-square and the degrees of freedom (S-Bχ2/
df); (b) the goodness of fit index (GFI); (c) the compar-
ative fit index (CFI) and; (d) the root mean square error 
of approximation (RMSEA). Additionally, the expected 
cross-validation index (ECVI) and the consistent Akaike 
information criterion (CAIC) were analyzed. As a com-
plement, an analysis with bootstrapping was conducted 
in order to determine the statistical significance of the 
total, direct and indirect effects. With that purpose, 5.000 
samples from the data set were randomly selected and the 
confidence intervals were estimated on 95%. The analyses 
were conducted with SPSS (version 23) and EQS (version 
6.1) software. 
3. Results
3.1 Preliminary analysis
Preliminary exploration, on 383 documents containing 
data, showed that there are not missing values. However, 
three univariate extreme observations were found once 
that the results of each variable transformed into standard-
ized scores [33]. In all the cases, data was found to be more 
than 3.5 DE above or below the mean of each variable. 
In addition, six cases that may be cataloged as multivar-
iate outliers [34] from the moment in which the values of 
the D2 index had a lower significance than the stipulated 
one (p< .001) were identified. Only two of those cases ful-
filled the conditions of being both univariate and multivar-
iate outliers. It was decided to eliminate six observations. 
So, 376 cases were considered valid to continue with the 
subsequent analysis.
Data was considered suitable for factor analysis since 
Bartlett’s test of sphericity was significant (χ2= 2305, 46; 
p<.000) and KMO test showed a value of .82. Unweighted 
Least Squares analysis suggested four factors with eigen-
values greater than 1. Scree plot also indicated a similar 
solution (Figure 1).
Figure 1. Scree plot of the item-level factor analysis 
(Source: own authorship)
In Table 1, descriptive statistics and the measures of 
statistical dispersion are presented. The totality of the 
items presented appropriate skewness and kurtosis val-
ues. However, the distribution of the latent variables 
corresponding to WFC and WFE did not correctly adjust 
to the univariate normal distribution. Nevertheless, the 
specific literature [35] has indicated that the analysis of 
the data resulting from instruments valued with Likert 
scales (polytomous categorical variables) usually results 
in non-normality results. For that reason, it was decided 
not to replace the parametric tests with its non-parametric 
alternatives. For its part, the coefficient of multivariate 
DOI: https://doi.org/10.30564/jpr.v1i2.624
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standardized kurtosis was 42.30, being that much higher 
than the stipulated limit (-3; 3) to assume multi-normality 
[30]. Based on that result, it was decided to use robust esti-
mators for the calculation of parameters, both in the mea-
surement model and in the structural model.   
Table 1.  Descriptive indexes and K-S test for the vari-
ables under study (n = 376)
VARIABLES X SD Z K-S p
Job Satisfaction 3.84 0.68 1.35 0.05
Job Performance 3.39 0.48 1.12 0.16
Work-Family Enrichment 3.62 0.82 1.62 0.01
Work-Family Conflict 2.33 0.62 1.53 0.01
Source: own authorship.
The measurement model, formed by four correlated 
variables (WFE, WFC, JS and JP), their respective indi-
cators, and the corresponding measurement errors did not 
achieve a satisfactory adjustment (S-Bχ2/df =2.20, GFI = 
.85, CFI = .82, RMSEA = .07 [IC = .06; .07]). The elim-
ination of six indicators (items 2 and 4 corresponding to 
JS; item 2 corresponding to WFE; item 3 corresponding to 
WFC; and items 9 and 12 corresponding to JP) that were 
not significantly linked with the corresponding variable 
allowed a more adequate adjustment to the empirical data 
(S-Bχ2/df =2.05, GFI = .92, CFI = .93, RMSEA = .05 [IC 
= .04; .06]). Table 2 presents the results derived from the 
reliability and validity tests of the measurement model. In 
all cases, Cronbach’s alpha and composite reliability ex-
ceeded the minimum of .70, the AVE index for each con-
struct was higher than .50, and its square root was higher 
than the correlation between that construct and all others 
[31]. For its part, Harman’s single-factor test indicated that 
the data was not biased, since the variance explained by a 
single factor (17.75%) was well below the suggested limit 
of 50%.
Table 2. Covariances, α index, CR index, AVE and square 
root of AVE corresponding to scales.
VARIABLES 1 2 3 4 α CR AVE
1. Job Performance (0.75) .85 .93 .57
2. Job Satisfaction .23 (0.71) .83 .86 .51
3. W-F Conflict -.08 -.05 (0.72) .73 .76 .52
4. W-F Enrichment .13 .11 .19 (0.74) .78 .78 .55
Note: The square root of the AVE is reported on the diagonal; bold = p 
<.01; italics = p <.05. (Source: own authorship). 
Source: own authorship.
3.2 Empirical Verification
Modeling with structural equations allowed the indexes 
of adjustment of the structure model set out, as well as 
the magnitude and direction of the regression coefficients 
among the stipulated relationships to be known. Those in-
dexes showed that the posed model was correctly adjusted 
to the empirical data (S-Bχ2/df = 4.75; GFI = 0.93; CFI 
= 0.92; RMSEA = 0.04; ECVI = 2.05; CAIC = 57.82). 
Regarding regression coefficients, the WFE positively 
influenced job satisfaction (β = .61, p<.000), whereas the 
WFC do negatively (β= -.16, p<.000). In turn, the WFE 
linked to JP in a positive way (β = .35, p<.000), while the 
WFC was negatively linked (β = -.34, p<.000). For its 
part, JS positively linked to the dependent variable (β = 
.36, p<.000). So, the mediation mechanism could be veri-
fied.
Bootstrapping analysis allowed determining the statisti-
cal significance of the effects among the variables. Firstly, 
indirect effects of the dimensions of job-family articula-
tion on JP through JS were statistically significant. Sec-
ondly, a reduction of the magnitude of the absolute value 
(total effects) in the presence of JS (direct effects) could 
be observed. However, the fact that the direct effects on 
JP continued being significant showed a type of partial 
mediation (Table 3). 
Table 3. Standardized coefficients and confidence inter-
vals corresponding to the indirect and direct effects of the 
W-F Conflict and Enrichment on the Job Performance (JP).
Total Effects Direct Effects Indirect Effects
β 95% CI β 95% CI β 95% CI
WFE=>JP .56 0,49; 0,62 .35 0,26; 0,42 .21 0,16; 0,27
WFC=>JP -.39 -0,46; -0,32 -.34 -0,41; -0,27 -.05 -0,09; -0,02
Note: bold = p < 0.001 (Source: own authorship).
Figure 2 summarizes the standardized regression coef-
ficients and the proportions of the explained variance (R2). 
In this case, the verified model explains almost 71% of the 
job performance variance.   
Figure 2. Standardized coefficients and explained vari-
ance proportions corresponding to the partial mediation 
model (Source: own authorship)
Note: dashed lines = residual direct effects; continuous lines = direct effects
4. Discussion
The present work intended to explore if job satisfaction 
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functions as mediator among the positive dimensions 
(enrichment) and negative dimensions (conflict) of the 
job-family articulation and job performance. The em-
pirical verification conducted showed that, together, the 
job-family articulation and satisfaction explain 71% of the 
variability of individual job performance. 
According to the findings obtained, while the WFC neg-
atively affects job performance, the perceptions of WFE 
have a positive influence on it. Such results coincide with 
the conclusions reached by other specialists in the subject 
[10; 12; 13], who have noted that conflict erodes the per-
formance causing unjustified absences, tardiness, lower 
attention levels and concentration on the task and, even, 
counterproductive job behaviors which put the organization 
at risk. In addition to that, specific literature [8] notes that 
the WFC contributes to increase psychological tension and 
burnout, affecting not only employee’s development in his/
her functions but his/her level of well-being and occupa-
tional health. In contrast, the perceptions of balance and 
enrichment among the job and family domain influence 
favorably the performance thanks to its shock-absorbing 
effect on fatigue and work-related stress.    
At the same time, differential correlation with job sat-
isfaction has been found in this work. It shows an adverse 
impact by the JBC and a positive influence by the WFE. 
These findings are according to the evidence [8, 15, 16, 17, 20, 22], 
indicating that, while conflict is harmful for task commit-
ment and pleasure, the perception of enrichment promotes 
positive feelings towards job and organization.
In agreement with studies that enlighten the ways 
through which the job-family articulation acts on perfor-
mance [18, 19], the results obtained show that satisfaction 
acts as an underlying mechanism to the relationship 
among the variables being analyzed, partially explaining 
the effects of WFC and WFE on workers’ performance. In 
this sense, as indicated by the broaden-and-build model 
of emotions [23], positive emotional states associated with 
both WFE and satisfaction, would increase psychological 
resources and amplify attention, cognition and ability to 
act, translating into an ascending spiral that would posi-
tively affect job performance. On the contrary, negative 
emotions caused by WFC together with a low level of job 
satisfaction would limit psychological resources, ultimate-
ly diminishing the quality of the worker’s performance.         
4.1 Practical Implications, Sstrengths and Limita-
tions
The results of the study conducted entail certain practical 
implications for organizations. Firstly, understanding how 
the ways of job-family articulation are linked to JP may 
become an advantage for human resource managers when 
designing business policies “friendly” for the family. In 
this sense, some authors [18] have suggested that some de-
signs of tasks which include a certain degree of autonomy 
in decision-making, as well as opportunities of training 
and skills development, may be used in order to raise the 
level of WFE among employees. In turn, this kind of strat-
egies may have a substantial impact on the dimensions of 
the JP, such as: (a) facilitate the achievement of duty and 
tasks specific to job description (task performance); (b) 
encourage behaviors directed to keep the psychological 
and interpersonal environment in which the technical nu-
cleus is unfolded (performance in context).  
Likewise, the possibilities of balancing the demands 
of both domains, results in work environments promoting 
greater satisfaction. Having satisfied employees favors 
performance at work and the achievement of organiza-
tional goals. Thus, the organization would be rewarded 
with higher quality performances; while employees would 
experience higher levels of well-being and occupational 
health [38].     
In the third instance, the decrease in WFC levels could 
result in lower rates of tardiness and unjustified absences 
[39]; at the same time that counterproductive work behav-
iors could be reduced in the face of perceptions of ineq-
uity [40]. As regards the benefits of workers, psychological 
tensions could be lessened [41], inhibit emotional fatigue [42] 
and thus dampen the possibilities of developing work-re-
lated stress or burnout syndrome [43].   
Like all empirical work, the present implies strengths 
and weaknesses. Among its limitations, we must empha-
size, firstly, the cross-sectional design used, which limits 
any inference of causality is the strict sense between the 
variables studied. Therefore, in order to truly establish 
the causal order of the relationships found in the present 
work, it would be very valuable if future research use 
longitudinal designs. Secondly, since the sample selection 
procedure has not been probabilistic, generalizing the re-
sults to the population is inadvisable. However, it should 
be clarified that, in order to minimize any inconvenience 
derived from the sampling, it was intended that the sample 
be of sufficient size to detect significant relationships sta-
tistically. Finally, a third limitation of the study could be 
referred to as the possible contamination of the responses 
by the effects of social desirability (that is to say, the ten-
dency to show an improved image of oneself). In order to 
improve this in future studies, some of the many measures 
of social desirability available in the battery of data col-
lection can be used.    
Among the strengths of this research, it is convenient 
to highlight that it is a genuine contribution to knowledge. 
Possibly, the greatest contribution that may be attributed 
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to this study is that it poses a new perspective as an al-
ternative to understand the binomial job-family and job 
performance; as well as that it demonstrated that, besides 
being a variable typically of result, satisfaction can also 
play a fundamental role as a mediating variable.
This study provided preliminary evidence regarding the 
mechanisms that are activated between the conflict per-
ceptions or balance among the family and working duties, 
and the performance that people perceive at work. Real-
ity indicates that individuals experience WFC and WFE 
simultaneously. Therefore, such phenomena must not be 
studied as watertight compartments. Following the same 
line, the present research makes a difference with other 
studies in the area, assuming that the articulation must be 
understood as the different ways of qualitative manifesta-
tion of the WFC and the WFE in people’s lives [8, 22, 29].
As corollary of the conducted work, future studies may 
continue broadening the map of performance predictors. 
Given the nature of the constructs involved, it is possible 
that the variables such as commitment, confidence and 
organizational justice emerge as suitable background. 
Exploration of these alternative ways would be setting the 
agenda for subsequent researches in the field.
5. Conclusion
The empirical verification conducted provides new ev-
idence regarding the interrelations between job-family 
articulation, satisfaction and individual job performance. 
Findings confirm the negative impact of the WFC on 
the levels of satisfaction and performance; as well as the 
positive impact of WFE on such variables. In turn, they 
confirm the partial mediating role that satisfaction plays 
between both dimensions of the job-family articulation 
and job performance.
References
[1] Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., 
Schaufeli, W., de Vet, H., & van der Beek, A. Con-
ceptual frameworks of individual work performance. 
A systematic review [J]. Journal of Occupational 
and Environmental Medicine, 2011, 53(8): 856-866. 
DOI: 10.1097/JOM.0b013e318226a763
[2] Aguinis, H., Joo, H., & Gottfredson, R. K. And 
why we should love it [J]. Business Horizons, 2011, 
54(6): 503-507. 
 DOI: 10.1016/j.bushor.2011.06.001
[3] Murphy, K. R. Job performance and productivity. 
In K. R. Murphy & F. E. Saal (Eds). Psychology in 
organizations: Integrating science and practice[M]. 
Hillsadle, N.J.: Erlbaum, 1990, 157-176. URL: 
 https://psycnet.apa.org/record/1990-98304-008 
[4] Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., 
de Vet, H., & van der Beek, A. Construct validity of 
the individual work performance questionnaire [J]. 
Journal of Occupational and Environmental Medi-
cine, 2014, 56(3): 331-337. 
 DOI: 10.1097/JOM.0000000000000113
[5] Dalal, R. S., Baysinger, M., Brummel, B., & LeBret-
on, J. The relative importance of employee engage-
ment, other job attitudes, and trait affect as predictors 
of job performance [J]. Journal of Applied Social 
Psychology, 2012, 42(1): 295-325. 
 DOI: 10.1111/j.1559-1816.2012.01017.x
[6] Aarabi, M. S., Subramaniam, I. D., Almintisir, A. B., 
& Akeel, A. B. Relationship between motivational 
factors and job performance of employees in Malay-
sian service industry [J]. Asian Social Science, 2013, 
9(9): 301-310. 
 DOI: 10.5539/ass.v9n9p301
[7] Díaz Cabrera, D., Hernández Fernaud, E., Isla Díaz, 
R., Delgado Rodríguez, N., Díaz Vilela, L., & Ro-
sales Sánchez, C. Relevant factors to increase the 
accuracy, feasibility and success of job performance 
evaluation systems [J]. Papeles del Psicólogo, 2014, 
35(2): 115-121. URL: 
 https://www.ingentaconnect.com/content/doaj/02147
823/2014/00000035/00000002/art00011  
[8] Gabini, S. Work-family interface, revision of find-
ings: Between conflict and enrichment [J]. Revista 
Psicogente, 2019, 22(42). in press.
[9] Greenhaus, J. H., & Beutell, N. J. Sources of conflict 
between work and family roles [J]. Academy of Man-
agement Review, 1985, 10(1): 76-88. 
 DOI: 10.5465/amr.1985.4277352
[10] Allen, T. D., Herst, D. E., Bruck, C. S., & Sutton, 
M. Consequences associated with work-to-family 
conflict: A review and agenda for future research [J]. 
Journal of Occupational Health Psychology, 2000, 
5(2): 278-308. 
 DOI: 10.1037/1076-8998.5.2.278
[11] Lo Presti, A., & Mauno, S. Are support and control 
beneficial stress buffers in the presence of work–
family barriers? Findings from Italy [J]. International 
Journal of Stress Management, 2016, 23(1): 44-64. 
 DOI: 10.1037/a0038440
[12] Wang, M. L., & Tsai, L. J. Work–family conflict and 
job performance in nurses: the moderating effects 
of social support [J]. Journal of Nursing Research, 
2014, 22, (3): 200-207.
 DOI: 10.1097/jnr.0000000000000040
[13] Odle-Dusseau, H. N., Britt, T. W., & Greene-Shor-
tridge, T. M. Organizational work–family resources 
DOI: https://doi.org/10.30564/jpr.v1i2.624
43
Journal of Psychological Research | Volume 01 | Issue 02 | July 2019
Distributed under creative commons license 4.0
as predictors of job performance and attitudes: The 
process of work–family conflict and enrichment [J]. 
Journal of Occupational Health Psychology, 2012, 
17(1): 28-40. 
 DOI: 10.1037/a0026428
[14] Greenhaus, J. H., & Powell, G. N. When work and 
family are allies: A theory of work-family enrichment 
[J]. Academy of Management Review, 2006, 31(1): 
72-92. 
 DOI: 10.5465/AMR.2006.19379625
[15] Hakanen, J. J., Peeters, M. C. & Perhoniemi, R. En-
richment processes and gain spirals at work and at 
home: A 3-year cross-lagged panel study [J]. Journal 
of Occupational and Organizational Psychology, 
2011, 84(1): 8-30. 
 DOI:  10.1111/j.2044-8325.2010.02014.x 
[16] Omar, A., Urteaga, F., & Salessi, S. Psychometric 
properties of Work-Family Enrichment Scale for the 
Argentinian population [J]. Revista de Psicología, 
2015, 24(2): 1-18. 
 DOI: 10.5354/0719-0581.2015.37689
[17] McNall, L. A., Nicklin, J. M. & Masuda, A. D. A 
meta-analytic review of the consequences associated 
with work-family enrichment [J]. Journal of Business 
and Psychology, 2010, 25(3): 381-396. 
 DOI: 10.1007/s10869-009-9141-1
[18] Carlson, D. S., Hunter, E. M., Ferguson, M., & Whit-
ten, D. Work–family enrichment and satisfaction me-
diating processes and relative impact of originating 
and receiving domains [J]. Journal of Management, 
2014, 40(3): 845-865. 
 DOI: 10.1177/0149206311414429 
[19] Carlson, D. S., Kacmar, K. M., Zivnuska, S., Fergu-
son, M., & Whitten, D. Work-family enrichment and 
job performance: A constructive replication of affec-
tive events theory [J]. Journal of Occupational Health 
Psychology, 2011, 16(3): 297-312. 
 DOI: 10.1037/a0022880
[20] Salessi, S. Job satisfaction state of art: Theoretical 
considerations and assessment [J]. Revista de Psi-
cología, 2014, 10(1)9: 67-83. URL:
 http://bibliotecadigital.uca.edu.ar/greenstone/cgibin/
library.cgi?a=d&c=Revistas&d=satisfaccion-lab-
oral-acerca-conceptualizacion 
[21] Judge, T. A., Hulin, C. L., & Dalal, R. S. Job satis-
faction and job affect. In W. E. Kozlowski (Ed.). The 
Oxford handbook of organizational psychology[M]. 
New York: Oxford University Press, 2012: 496-525. 
URL: 
 https://psycnet.apa.org/record/2012-14033-015 
[22] Gabini, S. Work-family interaction: Adaptation and 
validation of an instrument to measure it [J]. Revista 
da UIIPS, 2017, 5(5): 24-32. URL:
 http://ojs.ipsantarem.pt/index.php/REVUIIPS/article/
view/438 
[23] Fredrickson, B. The role of positive emotions in pos-
itive psychology: The broaden-and-build theory of 
positive emotions [J]. American Psychologist, 2001, 
56(3): 218-226.
 DOI: 10.1037/0003-066X.56.3.218
[24] Ato, M., López, J. J., & Benavente, A. A classifica-
tion system for research designs in psychology. [J]. 
Anales de Psicología, 2013, 29(3): 1038-1059. 
 DOI: 10.6018/analesps.29.3.178511
[25] Lloret-Segura., Ferreres, A., Hernández, A., & 
Tomás, I. Exploratory Item Factor Analysis: A prac-
tical guide revised and updated [J]. Anales de Psi-
cología, 2014, 30(3): 1151-1169. 
 DOI: 10.6018/analesps.30.3.199361
[26] Macdonald, S., & MacIntyre, P. The generic job sat-
isfaction scale: Scale development and its correlates 
[J]. Employee Assistance Quarterly, 1997, 13: 1-16. 
 DOI: 10.1300/j022v13n02_01
[27] Salessi, S. & Omar, A. Generic job satisfaction. 
Psychometric properties of a scale to measure it [J]. 
Revista Alternativas en Psicología, 2016, 34: 93-108. 
URL:
 http://alternativas.me/23-numero-34-febrero-ju-
lio-2016/116-satisfaccion-laboral- 
[28] Gabini, S., & Salessi, S. Validation of the job per-
formance scale in Argentinean workers [J]. Revista 
Evaluar, 2016, 16: 31-45. URL:
 https://revistas.unc.edu.ar/index.php/revaluar/article/
view/15714 
[29] Geurts, S. A., Taris, T. W., Kompier, M. A., Dikkers, J. 
S., Van Hooff, M. L., & Kinnunen, U. M. Work-home 
interaction from a work psychological perspective: 
Development and validation of a new questionnaire, 
the SWING [J]. Work & Stress, 2005, 19(4): 319-
339. 
 DOI: 10.1080/02678370500410208
[30] Bentler, P. EQS 6 Structural Equations Program 
Manual [M]. 2006. Los Angeles, CA: Multivariate 
Software Inc.
[31] Fornell, C., & Larcker, D. F. Structural equation 
models with unobservable variables and measure-
ment error: Algebra and statistics [J]. Journal of 
Marketing Research, 1982, Vol. 18, Issue 3: 382-388. 
DOI: 10.1177/002224378101800313
[32] Podsakoff, P., MacKenzie, S., & Podsakoff, N. 
Sources of method bias in social science research and 
recommendations on how to control it [J]. Annual 
Review Psychology, 2012, Vol. 63: 539-69. DOI: 
10.1146/annurev-psych-120710-100452.
DOI: https://doi.org/10.30564/jpr.v1i2.624
44
Journal of Psychological Research | Volume 01 | Issue 02 | July 2019
Distributed under creative commons license 4.0
[33] Tabachnick, B. G., & Fidell, L. S. Using Multivariate 
Statistics [M]. Boston, MA: Pearson, 2013..
[34] Hair, J. E., Black, W. C., Babin, B. J., Anderson, R. E., 
& Tatham, R. L. Multivariate data analysis [M]. Up-
per Saddle River, NJ: Pearson-Prentice Hall, 2010.
[35] Hoffmann, A., Stover, J., De la Iglesia, G., & Fernán-
dez-Liporace, M. Polychoric and tetrachoric cor-
relations in exploratory and confirmatory factorial 
studies [J]. Ciencias Psicológicas, 2013, 7: 151-164. 
URL:
 http://www.scielo.edu.uy/scielo.php?pid=S16884221
2013000200005&script=sci_arttext&tlng=en 
[36] Cotti, C. D., Haley, M. R., & Miller, L. A. Workplace 
flexibilities, job satisfaction and union membership 
in the US workforce [J]. British Journal of Industrial 
Relations, 2014, 52(3): 403-425. 
 DOI: 10.1111/bjir.12025
[37] Giuricich, D. A. The relationship between sched-
ule flexibility and domain-specific satisfaction via 
work-to-family enrichment for working parents in 
South Africa [D]. University of Cape Town, South 
Africa, 2016. URL: 
 https://open.uct.ac.za/handle/11427/20648 
[38] De Menezes, L., & Kelliher, C. Flexible working, in-
dividual performance, and employee attitudes: Com-
paring formal and informal arrangements [J]. Human 
Resource Management, 2017, 56(6): 1051-1070. 
 DOI: 10.1002/hrm.21822
[39] Demerouti, E., Bouwman, K., & Sanz-Vergel, A. I. 
Job resources buffer the impact of work-family con-
flict on absenteeism in female employees [J]. Journal 
of Personnel Psychology, 2011, 10: 166-176. 
 DOI: 10.1027/1866-5888/a000044.
[40] Beauregard, T. A. Fairness perceptions of work life 
balance initiatives: Effects on counterproductive 
work behaviour [J]. British Journal of Management, 
2014, 25(4): 772-789. 
 DOI: 10.1111/1467-8551.12052
[41] ten Brummelhuis, L. L., & Bakker, A. B. A resource 
perspective on the work–home interface: The work–
home resources model [J]. American Psychologist, 
2012, 67, (7): 545-556. 
 DOI: 10.1037/a0027974
[42] Leineweber, C., Baltzer, M., Hanson, L. L. M., & 
Westerlund, H. Work–family conflict and health in 
Swedish working women and men: A 2-year pro-
spective analysis [J]. The European Journal of Public 
Health, 2013, 23(4): 710-716. 
 DOI: 10.1093/eurpub/cks064
[43] Bagherzadeh, R., Taghizadeh, Z., Mohammadi, E., 
Kazemnejad, A., Pourreza, A., & Ebadi, A. Relation-
ship of work-family conflict with burnout and marital 
satisfaction: Cross-domain or source attribution rela-
tions? [J] Health Promotion Perspectives, 2016, 
6(1): 31-36. 
 DOI: 10.15171/hpp.2016.05
DOI: https://doi.org/10.30564/jpr.v1i2.624
